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Do Barcelona and
Catalonia attract talent?
Hypes affect all areas of life, and thus also language, words and
concepts. This is the case, for instance, of the concept of emotional
intelligence. Many people have not noticed that it had been used for
years before Daniel Goleman popularised it when he published a
book with the same title in 1995. The same has happened more
recently with the concept of talent, but with one difference: talent
has always been talked about, but this word was formerly mainly
used in connection with arts, sports and creativity in general.
In this case, the novelty lies in the area of application of the word
and concept of talent. It has been used for some years increasingly
in connection with research, innovation and entrepreneurship, that
is, relating talent with most ingredients of what is known as
knowledge society. It is just a small step from this link to
associating talent to economic development. For many authors, the
link between talent and knowledge-based economy is crystal-clear
today. But is it right to establish this link? After some corrections
basically due to the «hype factor», of course it is.
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Talent and knowledge
society
Dictionaries define talent as a «natural ability, a
capacity for achievement or success». It is there-
fore obvious that it is positive to have talented
people also in R&D&I, a key area of the knowl-
edge society we aspire to, especially if we con-
sider that a talented person is that one particu-
larly able to put in practice their capacities and
achieves above-average results in a given envi-
ronment and organisation.
A report published by Harvard University shows
that entrepreneurial abilities developed by a
professional depend to a large extent on the en-
vironment and people around them. This means
that settings favourable to developing talent can
be created, which in turn means that talent can
be stimulated by the environment.
But, is talent basically inborn or can it be culti-
vated? The answer to this question is given by
H. Gardner, D. McClelland and M. Seligman,
who provide relevant clues in connection with
this subject. According to H. Gardner, we hu-
mans have multiple independent intelligences
that are not necessarily related to each other de-
spite a certain common factor. Good develop-
ment of some of them does therefore not ensure
the development of the rest. To D. McClelland,
talent is related to the nature of the activity
done and the organisational setting it is devel-
oped in. Hence talent could be acquired and/or
developed according to environmental condi-
tions. M. Seligman asks which human features
are inborn and which can change by learning.
The rate of allegedly inherited IQ is 75%,
whereas personality traits have an inborn com-
ponent not lower than 50%. Therefore almost
half the development of a person is based on
what they experience and learn. Hence, al-
though talent can develop in all its forms, the
different characteristics of a person linked to tal-
ent are likely to be learned or to change to a dif-
ferent degree. It thus seems that there is inborn
talent and talent that is possibly developed if
the environment is adequate. However, it is
more difficult to know in what areas of compe-
tence talent will develop more or less.
Nevertheless, there are two points to bear in
mind. The first is that a person with talent in a
given area is not necessarily talented for another
one. This means that the «areas of talent» of a
given person are not or are not necessarily infi-
nite nor fully interchangeable. A person with
talent for painting has not necessarily a talent
for writing or, as is often said, a good researcher
is not necessarily a good entrepreneur.
The «areas of talent» of a given
person are not necessarily infinite
nor fully interchangeable. 
A person with talent for painting
has not necessarily a talent for
writing, or a good researcher is
not necessarily a good
entrepreneur.
The second point is that talent is a capacity, an
ability that will only be developed, or will only
be fully developed, if adequate environmental
conditions are given. This point is one of the
keys to talent mobility.
What moves talent?
Talent has an inborn trend to look for the best
environment to fully deploy its capacities. This
trend is encouraged by the increasing ease of
communication in today’s world as well as by
economic globalisation. However, the specific
characteristics of talented professionals explain
to a great extent this trend towards mobility.
As can be seen on chart 1, a feature that charac-
terises talented people is their capacity to devel-
op and manage so-called emotional competen-
cies that stem from the most important
elements their emotional intelligence is made
up from. Besides, capable professionals with
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emotional intelligence to relate properly to their
environment and able to transfer their knowl-
edge to the medium also have a distinctive pro-
fessional profile (cf. chart 2) including abilities
(knowledge, skills, competencies and attitudes),
engagement to catalyse, certainty of maximum
devotion to the project and decision-making ca-
pacity. The charts also show elements acting as
drivers of talent mobility, factors affecting mo-
bility flows and thus the ability to attract talent
to a given city or territory.
We can consider that those variables affecting or
shaping talent mobility are based on three main
areas that can be summarised in project, return
and environment. Talent moves, feels stimulated
and thus attracted by the following factors:
 Project. The degree, quality and/or relevance
of the project to be carried out, the challenge it
poses and the degree of freedom to develop it.
 Return. Real or alleged, immediate or future
return expectation, understood as a reward, ei-
ther financial or through professional and/or so-
cial recognition.
 Environment. Environmental quality, quality
of life (nature, culture, leisure, conciliation, etc.) as
well as quality of social and professional relations.
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EMOTIONAL INTELLIGENCE EMOTIONAL COMPETENCIES
Knowing one's own emotions Self-awareness:
• Emotional awareness
• Adequate self-valorisation
• Self-confidence
Management of one's own emotions:
Ability to express most convenient
emotions
Self-management:
• Self-control
• Integrity
• Adaptability / flexibility
• Ability to innovate
Self-motivation:
Set goals, go for them, set aside immediate
reward to attain goals first
Motivation:
• Goal-mindedness
• Initiative
• Optimism
Recognising emotions in others:
Ability to understand what others think
and feel
Empathy:
• Interpersonal understanding
• Customer-mindedness
• Using diversity
• Knowledge of the organisation
Managing personal relations:
The art of relating to others
Social qualities:
• Influence
• Communication
• Leadership
• Catalyst of change
• Conflict resolution
• Collaboration and cooperation
• Teamwork
Chart 1. Characterisation of talent
Source: Gestión del talento (JERICÓ, 2001).
These three elements define a tridimensional
matrix everyone has their place in, according to
the project and opportunities in their grasp and
their expectations for life (cf. graph 1). In any
case, it is clear that the relevance of each ele-
ment to decide whether to move physically
and/or accept new challenges will differ accord-
ing to the person. It is also obvious that all three
elements affect attraction, promotion and reten-
tion of talent in a different way.
Towards a geography
of talent
The trend towards mobility, encouraged by the
possibility of deciding where to apply the abili-
ties talented people enjoy, leads us to reflect if
we can talk of a geography of talent, of a trend
towards a given global distribution of talent and
the factors determining this distribution.
In this respect, the Mapping Global Talent study
by Heidrick and Struggles in collaboration with
The Economist Intelligence Unit (2007) provides
a global talent index (GTI) that not only meas-
ures the natural potential of a country to pro-
duce talent but also the necessary conditions to
develop this potential as well as its capacity to
attract talent. To determine this multifactorial in-
dex, the study assesses seven areas:
 Demographics
 Quality of the educational system
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TRADITIONAL WORKER TALENTED PROFESSIONAL
Loyalty towards the organisation Loyalty towards oneself, one's team and
projects
Quest for stability Passion for action and change
Average degree of self-confidence High degree of self-confidence
Long-term career plan Expects to stay at the company for a
short time
Focused on salary and position
Focused on personal growth,
opportunities and money
Expects a balanced life
Demands a balanced life
Afraid of change
Comfortable with change
Not familiarised with new technologies
Uses technology
Works for many hours
Appreciates to be measured by results
Believes that management is able to solve
everything Likes to count on an aware management
Slogan: Work hard and you'll succeed Slogan: Work well, enjoy your job and
grow
Chart 2. Talented professional profile
Source: Gestión del talento (JERICÓ, 2001).
 Quality of the university and business
school system
 Quality of the environment to cultivate talent
 Capacity of the labour market for mobility
and openness
 Trends in direct foreign investment flows
 Tendency to attract talent
According to the results, the United States, the
United Kingdom, Canada, the Netherlands and
Sweden are the countries with the highest ca-
pacity to generate and attract talent, both in
2007 and 2012, following the GTI evolution
forecast. Spain ranks 11th worldwide, without
any major change to happen by 2012. This po-
sition is close to the one it takes in global
economy by GDP (9th) as well as that related
to scientific output, between 10th and 12th as
to the total number of indexed scientific publi-
cations, whereas it ranks twelfth regarding to-
tal quotations but only 42nd as to the number
of quo t ations per article.
Chart 3 shows Spain’s position in each area
 examined by the study. Hence, although Spain
will take the same position in 2012 as in 2007,
it will experience a certain regression in four ar-
eas, particularly in relation with the quality of its
educational system and its capacity to attract
foreign investment.
Talented people are able to choose
the company and the environment in
which they want to develop their
talent: they choose what appeals them
most.
Generally speaking, the study seems to reveal
that talented people are able to choose the com-
pany and the environment in which they want
to develop their talent. So, to a certain extent,
they adopt a «consumer» behaviour – they
choose what appeals them most.
Therefore, companies as well as the different
countries, regions and cities need to set up ap-
propriate initiatives to increase and improve
their appeal to attract and retain the most tal-
ented people. If a country or territory does not
have adequate policies to encourage the raise of
talent or to attract foreign one, the natural ten-
dency of talent towards mobility could cause a
progressive «desertification» regarding the avail-
ability of talent and human capital needed to
take part in the knowledge economy.
AIt is precisely this what R. Florida addresses in
Who’s your city? (2008), where he discusses
some of the most important features of global
economic trends, particularly in connection with
the role of cities. The book is a sort of guide to
facilitate the choice for a city or a territory to de-
velop one’s own professional and life career ac-
cording to personal aspirations. In other words,
he describes the places where creative people
and talent will potentially have more tools to
fully develop their abilities.
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Graph 1. Key factors moving and motivating
talented people: project, return and
environment.
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The book features the following data related to
economic activity:
 The ten most important megaregions re-
garding economic activity, with 416 million peo-
ple (6.5% of the world population), amount to
43% of the world economy, 57% of patents and
53% of most quoted scientists.
 The twenty largest, with 10% of the world
population, amount to 57% of economic activity
and 76% of created patents and most quoted
scientists.
 The forty largest amount to 18% of the pop-
ulation only but 66% of economic activity, 86%
of patents and 83% of most quoted scientists.
It is thus clear that cities induce a concentration
effect in generating wealth, particularly regarding
high value-added activities related to the knowl-
edge economy, represented by created patents
and the rate of top researchers living there. Cities
naturally attract professionals in general and
hence talent in particular.
Florida shows clearly that increasing economic
globalisation and mobility are going hand in
hand with a big concentration in specific places
in the world, particularly in large conurbations.
This globalised world features individual popula-
tion spikes but also such related to economic ac-
tivity, ability to innovate and the location of the
most relevant scientists. This indicates a process
of increasing concentration of economic activity,
innovation and scientific output in a very limited
number of population spikes. Besides, these
spikes compete among each other as a result of
increasing globalisation and the effective reduc-
tion of distances, thus leading to a secondary
concentration process.
Around these spikes are deep flats, becoming
ever larger and more desert, especially regarding
the patterns most related to the knowledge
economy – innovation and scientific output. A
possible outcome of this process is a growth of
inequalities at a global scale.
Having said that, Florida states that we can
meet four kinds of places in this «spiky world»:
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1.  Demographics
2.  Quality of the educational system
3.  Quality of the university and business school system
4.  Quality of the environment to cultivate talent
5.  Capacity of the labour market for mobility and openness
6.  Trends in direct foreign investment flows
7.  Tendency to attract talent
Position of Spain within the top 30
20
9
12
12
19
6
8
11
20
11
13
12
20
10
8
11
2007 2012AREA
Chart 3. The situation of Spain in the GTI (global talent index)
Source: Mapping Global Talent (Heidrick i Struggles, 2007).
1 A reduced number of locations where inno-
vation is generated, able to attract global talent,
generate new knowledge and produce the lion’s
share of global innovation. Thanks to the in-
creasing efficiency of communications and
transport, ideas circulate permanently between
these places.
2  Regions using already existing innovation
and often imported creativity to offer differerent
products and services. These are «emerging
spikes». Some are in a process of transition to
the first group, but most work as manufacturing
and service centres of the global 21st century
eco nomy.
3  The third group is made up of megacities in
the developing world, with extreme demo-
graphic concentration but insufficient economic
activity to serve their needs. They are often sur-
rounded by vast areas characterised by deep
poverty and privation of any kind, ever farther
from global economy.
4  Finally, there are the deep flats of the spiky
world, rural areas with sparse population and
even less economic activity, and an almost non-
existent link to the global economy.
For a city or region to be successful
the three Ts are required – technology,
talent and tolerance. A fourth can be
added – territory.
The relation between demographic concentra-
tion, economic activity and capacity to attract
talent seems apparent in and is quite inherent to
categories 1 and 2.
Out of this set of data, we can consider that
cities encourage the creation of clusters. We
could say that the clustering effect of high val-
ue-added activities is an inherent feature of
cities, as it is regarding demographic concentra-
tion and economic activity in general. As has
been said, interaction between talent and its
environment is crucial for innovation and
wealth creation to become a reality in any city
or region. Talent only is not enough, nor is the
environment.
In his book The rise of the creative class (2004),
Florida determines that for a city or region to be
successful the three Ts are required –technology,
talent and tolerance. In fact, a fourth could be
added– territory.
Cities naturally attract professionals
in general and hence talent in
particular.
For all these reasons, public policies deployed in a
given territory can be crucial for the capacity to
build and attract talent. These policies are neces-
sary to have a good educational system and top
research, both being key drivers to generate new
knowledge, patents and technology. Additionally,
if it is business that innovates and creates wealth,
good and efficient interaction with public authori-
ties will be indispensable to bring newly generat-
ed knowledge to the market.
According to Florida, environmental conditions
are equally important for the future develop-
ment of territories as to what he calls tolerance, a
factor considering the rate of people born out-
side that territory or city, the diversity of origins
of its population and the rate of people working
in artistic fields. To Florida, these indicators are
as crucial for the future development of a terri-
tory as the existence of top quality universities
or the generation of patents. A balance between
the three Ts is indispensable for medium and
long-term success of a city or territory.
In fact, we could say that tolerance is a factor 
attracting talent that facilitates the generation of
technology and economic development.
Hence we can speak of geography of talent. In a
globalised world, it can determine decisively
what territories will evolve better towards suc-
cess and what areas and countries will keep or
take a leading role in economic development,
sustainability and social cohesion.
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Are Barcelona and
Catalonia attractive 
for talent?
It can be said that there is true global compe-
tition for talent today. It is therefore important
to ask if Catalonia and Barcelona are in a good
position to take part in it, beyond Barcelona’s
worldwide reputation as a creative, welcom-
ing, tolerant city open to new trends, all of
which are potentially relevant factors to attract
talent.
In this respect, the success of initiatives such as
the ICREA Programme initiated in 2001, the
growing presence of foreign PhD and post-doc
students at our universities and research cen-
tres as well as progressive internationalisation
of master and post-graduate degrees are worth
mentioning.
We must not forget that Catalonia has two 
of the best considered business schools by
global rankings, with a high rate of foreign
students.
The progress top research has doubtless experi-
enced in Catalonia in the last years has also
been acknowledged by the Nature magazine,
which in its issue of last 10 July (vol. 454, 2008)
devotes an article to the «Catalonian Power-
house», stating that Barcelona is emerging as a
true Mediterranean science hub and pointing
out the quality of its research centres and 
science and technology infrastructures, the exis-
tence of a network of science centres and 
parks and particularly the capacity to seize, 
recover and retain Catalonia’s present talent.
However, it is also important to analyse what
the studies say on Barcelona’s and Catalonia’s
position as to talent regarding economic devel-
opment, entrepreneurship and innovation in
general.
The State of European Cities report (2007) sug-
gests a typology of cities based on size, economic
structure, GDP and drivers of competitiveness,
determining three main categories of cities:
 European international hubs or international
hubs with pan-European or even global influ-
ence, within which the following are defined:
knowledge hubs, a key in the global economy,
established capitals, characterised by having a
diversified economic base and by concentrating
wealth, and reinvented capitals, true drivers of
economic activity.
Barcelona is acknowledged 
as a European powerhouse 
of big economic relevance and with
a high capacity to attract and
mobilise talent.
 Specialised poles playing an important role
in certain aspects of urban economy, divided
into national service hubs acting as capitals,
transformation poles with a strong industrial
past but about to reinvent themselves, gateways,
large cities with specific infrastructures moving
big flows of goods and persons, modern indus-
trial centres, research and higher education
centres, well connected with international net-
works, and visitor centres geared to tourism
and managing big flows of persons.
 Regional poles that could in many ways be
considered pillars of past, present and future
European regional economies, divided into de-
industrialised cities with a strong industrial
base in decline or recession, regional market
centres playing a crucial role within their region,
especially in terms of personal, business and fi-
nancial services, regional public service centres,
crucial in administrative, health and educational
terms, and finally satellite towns with a specific
role within larger conurbations.
These three big types are generated out of an
analysis of the correlation between the popula-
tion residing in the city studied and the city’s
GDP per capita as to the country’s average GDP
per capita, as shown on graph 2.
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way it uses the key ingredients within its grasp.
Chart 4 features Barcelona’s position according to
the European Cities Monitor 2007 survey that
evaluates a set of elements determining the ap-
peal and overall competitiveness of cities. Once
again we see Barcelona among the top European
cities, ranking 8th.
Another study, The emotional capital and desir-
ability of European cities by Gallup Europe, sub-
mitted to the European Week of Regions and
Cities in October 2007, indicates that Barcelona is
perceived as a highly attractive city, considered a
good place to live by citizens from other EU
countries and an especially welcoming city for
foreigners. As to competing cities analysed, only
London has a bigger appeal.
Still more recently, the BaroMed 2008 report on
the capacity of economic attraction of the Euro-
Mediterranean area by Ernst & Young states that
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Barcelona appears as part of the knowledge
hubs in what could be considered the top flight
of this typology of European cities. Hence the
report acknowledges Barcelona as a European
powerhouse of big economic relevance and with
a high capacity to attract and mobilise talent.
However, there are differences even among
cities within one same type based on the differ-
ent relevance of the key drivers of their com-
petitiveness. Among them we find innovation,
talent (in terms of skilled human resources),
entrepreneurship and global connectivity.
Studies carried out in this field suggest that the
exact composition and combination of these driv-
ers differs considerably between European cities
and regions. Likewise, the capacity of cities to
produce recipes for economic development and
strategies to create and keep their growth and
employment also varies. Hence what determines
to a large extent economic success of a city is the
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Graph 2. Relation between population and GDP per capita
Source: State of European Cities (2007).
Hence we see that Barcelona’s potential is no-
tably high in many different aspects, and con-
sidering all these results and studies globally,
one could come to the conclusion that
Barcelona and Catalonia are in a good position
to seize talent. Beyond the relevance of quality
of life as a driver to attract talent, good universi-
ties and research centres, great business schools,
creative activity and technological structures
such as science and technology parks, transfer
centres and business clusters are further impor-
tant elements to it.
This means that Barcelona and Catalonia have
the necessary ingredients to attract talent. But
not all cities and regions are able to combine
them in an equally successful way. Perhaps this
is the reason why there is growing concern
that Catalonia may not succeed in becoming an
important pole to attract and retain talent. In
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Barcelona is regarded as the leading city in this
economic area by 52% of interviewed business
leaders, followed by Rome with 32%, Istanbul
with 25% and Marseilles with 20%.
Finally, according to the Global Urban Competi-
tiveness Report, submitted to the 5th Interna-
tional Forum on Urban Competitiveness in July
2008, although Barcelona is not among the
twenty most competitive cities of the world, it is
on the list of two indicators assessed by the
study: quality of the living environment (11th
position) and capacity of global connection
(18th position). 
However, the European Regional Innovation
Scoreboard (RIS, 2006), providing regional data
on the ability to innovate, ranks Catalonia 82nd
of 208 analysed European regions, thus placing
it in the midfield.
BARCELONA
RANKCRITERIA
Doing business
Easy access to markets
Qualified staff
External transport links
Quality of telecommunications
Cost of staff
Climate governments create for business
Value for money of office space
Languages spoken
Internal transport
Quality of life for employees
Freedom from pollution
Hotel accommodation
Residential accommodation
Overall position in the ranking
4
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Chart  4. Capacity of attraction and overall competitiveness of Barcelona
Source: European Cities Monitor (2007).
this respect, chart 5 features the SWOT analysis
made by Veit Haug from the Corporation for
Economic Development of the Stuttgart Region
on the occasion of the 3rd Technical Meeting of
the Barcelona Strategic Metropolitan Plan
(2004), showing a picture of Barcelona that is
still valid after all those years and applicable to
the rest of Catalonia.
Barcelona and Catalonia have 
the necessary ingredients to attract
talent, but they need to know how 
to combine them in a successful
manner.
The view of the experts from the four regions
that took part in the SWOT analysis (Stock-
holm, Stuttgart, Upper Bavaria and Helsinki) in-
cludes important strengths and opportunities,
but also relevant weaknesses and threats that
should be corrected and addressed if Barcelona
and Catalonia really are to take fully part in the
global talent flow stage.
It has to be considered that, unlike the rest of
studies mentioned, the diagnose of these ex-
perts has the additional value of having been
worked out on site, thus giving a view much
closer to reality. Hence Catalonia has a big po-
tential to attract talent but it needs to play well
its cards in this «glocalisation» process if it
wishes to create ideal conditions to stand out for
its social and economic dynamism.
However, talent alone is not enough, as Maxwell
says. As we saw, talent needs to have a
favourable environment to express itself to its
full success. That is, it needs to find the rest of
ingredients that make its effective mobilisation
possible.
Therefore it becomes clear that the facilities a
city or country may offer to the arrival and set-
tling of expatriates is a true driver to attract tal-
ent. And such facilities are especially important
to those who, due to their origin, do not enjoy
the advantages European integration offers to
EU citizens. Hence we need to know what for-
eign talent needs and react to it.
A study carried out by the FCRI on the answers
given by foreign researchers having moved to
Catalonia shows two issues as being the most
important: that of legal aspects (residence and
working permit, both of the relevant person and
their partner) and the difficulty to find an ade-
quate dwelling. They are followed by further
two, namely finding the right school for their
children and health services.
Other surveys show that professionals and en-
trepreneurs having moved to Catalonia meet a
certain lack of opportunities and space to facili-
tate mutual communication and exchange of
experiences and views. Having a tool of support
to relate to each other when settling is a recur-
rent demand. The existence or lack of such
amenities can be determining to decide whether
to stay in Catalonia or rather look for any other
place with equally good career opportunities.
Once again, the importance of environmental
conditions to attract and retain talent becomes
apparent. The existence of such a favourable
«ecosystem» could be considered equivalent to
the sum of two of the four Ts mentioned before,
territory and tolerance, for it is obvious that tol-
erance occurs in a given physical space as is a
city or a region.
Hence, to have an ecosystem allowing to stand
out in this globalised world and to become a
«spike» visible from everywhere, talent and
technology in their widest sense are the indis-
pensable ingredients to combine as they meet
and interact in a given environment, a «tolerant
territory». Having such an ecosystem is one of
Catalonia’s main future challenges. To achieve
this a research and innovation system is re-
quired to foster the strategic alignment of all
its stakeholders as well as collaboration be-
tween public authorities and private initiative.
In this respect, we need to take advantage from
this «roadmap» that is the National Pact for
 Research and Innovation (NPRI), which was
 recently signed with wide political and social
support.
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• Very good and active organisations for
economic development
• Barcelona is one of the most attractive
and cosmopolitan cities of the world.
Great cultural wealth
• Large-scale projects, such as 22@
(symbol of the dynamism of the
Barcelona Metropolitan Area)
• Existence of subsidiaries in different
fields
• Strong creative industries
• Strong services sector
• Competitive universities and business
schools
• Good incubators and technology parks
• Good integration in European projects
INTERNAL
ANALYSIS
• Low R&D investment by SMEs and the
industry
• Research and innovation system heavily
dependent on public funds
• Blurry identity and competence profile
of the economic area
• Lack of private capital for new
companies and SMEs
• Few reputable researchers and
entrepreneurs
• Lack of coordination between public
and private sector
• Downfall of manufacturing industries
STRENGTHS WEAKNESSES
• Attract new home investment, especially
in creative industries
• High innovation potential in service
sectors
• Develop world-class quality in certain
fields of innovation
• The financial cluster needs to follow
technological ones
• Improved collaboration of lobbies in
the system to innovate the Barcelona
Metropolitan Area
• Attract and keep foreign talented
professionals
• Large-scale EU projects within the
research framework programme
• Industrial incubators (apart from public
funding)
EXTERNAL
ANALYSIS
• Lack of resources after the end of
European structural funds after 2006
• Failure to attract and keep highly skilled
workforce
• Too low transformation rate of research
results into market and business
success results
• Wrong decisions on regional innovation
policy regarding fostered clusters and
tools applied
• Demographic change
OPPORTUNITIES THREATS
Chart 5. Assessment of Barcelona as a centre to attract talent
Source: Pla Estratègic Metropolità de Barcelona (2004).
Having a tool of support to relate 
to each other when settling is a
recurrent demand. The existence 
or lack of such amenities can be
determining to decide whether to stay
in Catalonia.
Nevertheless, the capacity to attract talent in re-
search and the generation of new knowledge
need to be combined with the attraction of talent
rather linked to transforming knowledge into
economic development, that is, related to entre-
preneurship and innovation in general. Of
course, talent attraction always needs to be
combined with support to and promotion of
home-made talent.
Only like this will Catalonia meet the goal of
fully participating in the knowledge economy
and taking the top position it deserves on the
21st century world stage.
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